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ABSTRACT 

The present study investigates the direct and indirect relationships among job satisfaction, 
organizational commitment, and attitudes toward organizational change and their dimensions. 
Results indicated that employees in the investigated departments are highly satisfied with super¬ 
vision and coworkers, whereas they are slightly satisfied with work conditions and job security, 
but they have low satisfaction with pay and promotion facets of the job. Results further demon¬ 
strated that employees in the investigated departments are remaining with their current depart¬ 
ments either because they want to do so, or because they have to do so, but not because they 
feel they ought to do so. 
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Introduction 

Job satisfaction, organizational commitment, and atti¬ 
tudes toward organizational change, and the relation¬ 
ships among these constructs have been the subject of 
numerous papers over the last few decades. This is due 
mainly to the importance of these constructs for 
employees and employers. Past research has shown 
that job satisfaction has impacts on absenteeism (e.g., 
Obasan Kehinde, 2011; Thirulogasundaram & Sahu, 
2014), job performance (e.g., Ahmad, Iqbal, Javed, & 
Hamad, 2014; Christen, Iyer, & Soberman, 2006; 
Pushpakumari, 2008), turnover intension (e.g., 
Aydogdu & Asikgil, 2011; Issa, Ahmed, & Gelaidan, 
2013; Lambert, Hogan, & Barton, 2001; Mahdi, Zin, 
Nor, Sakat, & Naim, 2012; Medina, 2012; Olusegun, 
2013; Yticel, 2012), organizational commitment (e.g., 
Aydogdu & Asikgil, 2011; Azeem, 2010; Gebremichael 
& Rao, 2013; Gunlu, Aksarayli & Perkin, 2010; Top & 
Gider, 2013), attitudes toward organizational change 
(Chih, Yang, & Chang, 2012; Gomes, 2009; 
Schouteten & Van Der Vleuten, 2013; Yousef, 2000a;), 
and health (e.g., Faragher, Cass, & Cooper, 2005). 

Organizational commitment, on the other hand, has 
impacts on job satisfaction (e.g., Ahmad et al., 2014; 
Celik, 2008; Odoch & Nangoli, 2014; Thamrin, 2012), 
job performance (e.g., Khan, Ziauddin, & Ramay, 2010; 
Memari, Mahdieh, & Marnani, 2013; Samad, 2011; 
Shiu-Chuan & Chien-Pei, 2010; Thamrin, 2012), turn¬ 
over intension (e.g., Kumar & Eng, 2012; Salleh, Nair, 


& Harun, 2012), and attitudes toward organizational 
change (e.g., Kamudin, 2006; Nafei, 2014; Yousef, 
2000a, 2000b). 

However, much of the research that investigated the 
relationships among job satisfaction, organizational com¬ 
mitment, and attitudes toward organizational change and 
their dimensions has been conducted in cultural settings, 
whether Eastern or Western, which differs in many ways 
from that of the UAE. Furthermore, most of previous 
research in this area treated those constructs as uni dimen¬ 
sional and investigated the direct relationships among 
them using simple statistical techniques. Additionally, 
there is a lack of research investigating both direct and 
indirect relationships among those constructs in the local 
government context in the UAE setting in particular. 
Therefore, it is worth investigating this area of research, 
and comparing and contrasting the results of this study 
with the results of previous research conducted in 
Western and Eastern cultural settings. 

The Emirate of Ras Al Khaimah (RAK) is one of the 
seven emirates that form the United Arab Emirates 
(UAE). It is located on the Arabian Gulf between lati¬ 
tudes 25 and 26 degrees to the north and longitudes 55 
and 60 degree to the east with a total area of 2478 KM 2 . 
The total population was 422000 and the total work¬ 
force was 207000 by the end of 2012. Total GDP was 
25915.5 million dirhams in 2013. 

The rest of the article is organized as follows. The 
next section presents the literature review, followed by 
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the research method. Then, the findings of the study 
are presented with the discussion of these findings. The 
article concludes with implications, limitations, and 
identification of potential lines for further research. 

Job satisfaction and organizational 
commitment 

Job satisfaction is defined as a positive or pleasant 
emotional state resulting from a person’s appreciation 
of his/her own job or experience (Locke, 1976). Leap 
and Crino (1993) view job satisfaction as the attitude of 
workers toward their job, rewards that they get, and the 
social, organizational, and physical characteristics of 
the environment in which they perform their working 
activities. Robbins (2003) sees job satisfaction as the 
general attitude of an individual toward his/her job. 

A sizable number of papers investigating the rela¬ 
tionship between job satisfaction and organizational 
commitment have been published over the last few 
years. Gunlu, Aksarayli, and Perkin (2010) attempted 
to identify the effects of job satisfaction on organiza¬ 
tional commitment for managers in large-scale hotels 
in the Aegean region of Turkey. The findings indicate 
that extrinsic, intrinsic, and general job satisfaction 
have a significant effect on normative and affective 
commitment. On the other hand, dimensions of job 
satisfaction do not have a significant effect on continu¬ 
ance commitment among the managers of large-scale 
hotels in Turkey. Azeem (2010) explored the relation¬ 
ship of job satisfaction facets with organizational com¬ 
mitment in the Sultanate of Oman. The results revealed 
that there are positive relationships between job satis¬ 
faction facets and organizational commitment. Malik, 
Nawab, Naeem, and Danish (2010) determined the 
impact of teachers’ satisfaction with job dimensions 
on perceived organizational commitment in public sec¬ 
tor universities of Pakistan. The findings demonstrated 
that satisfaction with work itself, quality of supervision, 
and pay satisfaction had significant positive influence 
on the organizational commitment of faculty members. 
Aydogdu and Asikgil (2011) investigated the relation¬ 
ship among job satisfaction, organizational commit¬ 
ment, and turnover intention in Turkey. The results 
revealed that job satisfaction has a significant and posi¬ 
tive relationship with the three dimensions of organiza¬ 
tional commitment (affective, continuous, and 
normative). Lumley, Coetzee, Tladinyane, and Ferreira 
(2011) explored the relationship between employees’ 
job satisfaction and organizational commitment in 
South Africa. The results suggested significant relation¬ 
ships between job satisfaction, and affective and nor¬ 
mative commitment. Chih et al. (2012) in their study of 


the antecedents and outcomes of attitude toward orga¬ 
nizational change found that job satisfaction signifi¬ 
cantly and positively affects organizational 
commitment. Kaplan, Ogut, Kaplan, and Aksay (2012) 
investigated the relationship between job satisfaction 
and organizational commitment (affective commit¬ 
ment, normative commitment, and continuance com¬ 
mitment) in pay hospitals in Konya city, Turkey. The 
findings indicated that job satisfaction was positively 
and significantly correlated with affective and norma¬ 
tive commitment. However, there was no significant 
relationship between job satisfaction and continuance 
commitment. Tat, Pei-Ni, and Rasli (2012) examined 
the relationship between job satisfaction and organiza¬ 
tional commitment of employees in Malaysia. The find¬ 
ings suggested that there is a weak, but significant, 
relationship between job design and affective commit¬ 
ment, and no significant relationship between other 
factors of job satisfaction and organizational commit¬ 
ment. Akanbi and Itiola (2013) explored the association 
between job satisfaction and organizational commit¬ 
ment in the area of health in Nigeria. The results 
indicated that there is a significant association between 
job satisfaction and organizational commitment. 
Gebremichael and Rao (2013) investigated the relation¬ 
ship between job satisfaction and organizational com¬ 
mitment in terms of academic and supportive staff at 
Wolaita Sodo University, Ethiopia. Results indicated 
that there is a weak, but significant, positive relation¬ 
ship between job satisfaction and organizational com¬ 
mitment in both academic and supportive staff. 
Mohammed and Eleswed (2013) examined the relation¬ 
ship between job satisfaction and organizational com¬ 
mitment in the Kingdom of Bahrain. Results showed a 
positive and significant relationship between job satis¬ 
faction and organizational commitment. Suma and 
Lesha (2013) explored the relationship between job 
satisfaction and organizational commitment in the pub¬ 
lic sector in Albania. The findings showed a significant 
positive correlation between job satisfaction and orga¬ 
nizational commitment. Top and Gider (2013) exam¬ 
ined the relationship between job satisfaction and 
organizational commitment using a sample of nurses 
and medical secretaries drawn from three hospitals in 
Turkey. Additionally, they investigated the effects of 
participants’ demographics on organizational commit¬ 
ment and job satisfaction. They concluded that there is 
a significant and positive relationship between job satis¬ 
faction and organizational commitment. Top, Akdere, 
and Tarcan (2015) investigated the relationship 
between transformational leadership, organizational 
trust, job satisfaction, and organizational commitment 
as perceived by public servants and private sector 
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employees in two Turkish public hospitals. They also 
investigated the effects of transformational leadership, 
organizational trust, and job satisfaction on partici¬ 
pants’ organizational commitment. The results indi¬ 
cated, among other things, that two dimensions of job 
satisfaction (operating procedures and communication) 
were significant predictors of organizational commit¬ 
ment of public servants, while two dimensions of job 
satisfaction (promotion and contingent rewards) were 
the significant regressors of organizational commit¬ 
ment of private sector employees. It is, therefore, 
hypothesized that: 

HI: Various facets of job satisfaction directly and posi¬ 
tively influence various dimensions of organizational 
commitment. 


Job satisfaction and attitudes toward 
organizational change 

Organizational change is defined as an attempt or 
series of attempts to modify an organization’s struc¬ 
ture, goals, technology, or work task (Carnall, 1986). 
On the other hand, attitudes toward organizational 
change is defined as an employee’s overall positive or 
negative evaluative judgment of a change initiative 
implemented by their organization (Elias 2009). 
Dunham, Grube, Gardner, Cummings, and Pierce 
(1989) argue that attitude toward change in general 
consists of a person’s cognitions about change, affec¬ 
tive reactions to change, and behavioral tendency 
toward change. Similarly, Elizur and Guttman (1976) 
classified individuals’ or groups’ response to the 
introduction of organizational change into three 
types. Affective responses are a greater or lesser feel¬ 
ing of being linked to, satisfied with, or anxious about 
change. Cognitive responses are the opinions one has 
about the advantages and disadvantages, usefulness, 
and necessity, and about the knowledge required to 
handle the change. Finally, instrumental responses are 
the actions already taken or will be taken in the 
future for or against the change. 

A number of previous studies investigated the rela¬ 
tionship between job satisfaction and attitudes toward 
organizational change. Yousef (2000a) investigated the 
direct and indirect effects of various facets of job satis¬ 
faction on various dimensions of attitudes toward orga¬ 
nizational change. The results showed that affective 
commitment mediates the influences of satisfaction 
with working conditions, pay, supervision, and security 
on both affective and behavioral tendency attitudes 
toward change. On the other hand, continuance 
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commitment (low perceived alternatives) mediates the 
influences of satisfaction with pay on cognitive atti¬ 
tudes toward change. The results also demonstrated 
that cognitive attitudes toward change increase with 
the increase in satisfaction with pay, while affective 
attitudes toward change increase with the increase in 
satisfaction with promotion. Gomes (2009) examined 
the role of organizational commitment as a mediator 
between organizational change and job satisfaction. 
Results showed that organizational commitment exerts 
a mediational effect in the relation between perceived 
efficacy of organizational change processes and job 
satisfaction. Chih et al. (2012) explored whether or 
not employees’ job satisfaction and organizational com¬ 
mitment affect attitudes toward organizational change 
and further influence organizational citizenship beha¬ 
vior. The results revealed that job satisfaction has direct 
effect on attitudes toward organizational change. 
Schouteten and Van Der Vleuten (2013) addressed the 
effects of organizational changes brought about by New 
Public Management on job satisfaction in a Dutch 
voluntary association employing paid and voluntary 
workers. The results demonstrated that the organiza¬ 
tional changes have negative effects on voluntary and 
paid workers’ job satisfaction. Based on the previous 
arguments, it is hypothesized that: 

H2: Various facets of job satisfaction have direct and 
indirect (via various dimensions of organizational com¬ 
mitment) effects on various dimensions of attitudes 
toward organizational change. 


Organizational commitment and attitudes 
toward organzational change 

Organizational commitment is defined as the employ¬ 
ee’s feelings of obligation to stay with the organization: 
feelings resulting from the internalization of normative 
pressures exerted on an individual prior to entry or 
following entry (Allen & Meyer, 1990). According to 
Meyer and Allen (1991), organizational commitment 
can take three distinct forms. Affective commitment 
refers to identification with, involvement in, and emo¬ 
tional attachment to the organization, in the sense that 
employees with strong affective commitment remain 
with the organization because they want to do so. 
Continuance commitment refers to commitment 
based on employee’s recognition of the costs associated 
with leaving the organization. Thus, employees with 
strong continuance commitment remain with the orga¬ 
nization because they have to do so, either because of 
low perceived alternatives or because of high personal 
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sacrifice associated with leaving the organization. 
Normative commitment refers to commitment based 
on a sense of obligation to the organization. 

A number of previous studies investigated the rela¬ 
tionship between organizational commitment and atti¬ 
tudes toward organizational change. Iverson (1996) 
investigated the role of a number of variables including 
organizational commitment in employees’ acceptance 
of organizational change. The results indicated that 
employee acceptance of organizational change is 
increased by organizational commitment. Yousef 
(2000a) investigated the role of various dimensions of 
organizational commitment and job satisfaction in pre¬ 
dicting various dimensions of attitudes toward organi¬ 
zational change in a non-Western work setting. It was 
found that continuance commitment (low perceived 
alternatives) directly and negatively influences cognitive 
attitudes toward change. Results further showed that 
affective commitment mediates the influences of satis¬ 
faction with working conditions, pay, supervision, and 
security on both affective and behavioral tendency atti¬ 
tudes toward change. On the other hand, continuance 
commitment (low perceived alternatives) mediates the 
influences of satisfaction with pay on cognitive atti¬ 
tudes toward change. The results also demonstrated 
that cognitive attitudes toward change increase with 
the increase in satisfaction with pay, while affective 
attitudes toward change increase with the increase in 
satisfaction with promotion. Satisfaction with various 
facets of the job directly and positively influences dif¬ 
ferent dimensions of organizational commitment. 
Yousef (2000b) inspected the role of organizational 
commitment as a mediator between the Islamic work 
ethic (IWE) and attitudes toward organizational 
change. The results of path analysis indicated that the 
IWE directly and positively influences various dimen¬ 
sions of both attitudes toward organizational change 
and organizational commitment. Furthermore, affective 
commitment mediates the influences of the IWE on 
both affective and behavioral tendency dimensions of 
attitudes toward organizational change. On the other 
hand, continuance and normative commitments med¬ 
iate the influences of the IWE on the cognitive dimen¬ 
sion of attitudes toward change, while continuance 
commitment mediates the influences of the IWE on 
the behavioral tendency dimension of attitudes toward 
change. Vakola and Nikolaou (2005) explored the link¬ 
age between employees’ attitudes toward organizational 
change, and occupational stress and organizational 
commitment. The results did not support the role of 
organizational commitment as a moderator in the rela¬ 
tionship between occupational stress and attitudes to 
change. Kamudin (2006) investigated the influence of 


organizational commitment and organizational culture 
on the attitudes toward organizational change in a 
tertiary institution in Malaysia. The results showed 
that there was an association between organizational 
commitment and various attitudes toward change. 
Gomes (2009) examined the mediating role of organi¬ 
zational commitment between organizational change 
and job satisfaction. Results showed that organizational 
commitment exerts a mediational effect in the relation 
between perceived efficacy of organizational change 
processes and job satisfaction. Visagie and Steyn 
(2011) attempted to explore whether levels of organiza¬ 
tional commitment are related to employee attitudes 
toward change, and whether these attitudes are related 
to how employees perceive the change process. The 
findings indicated that affective and normative com¬ 
mitments are positively associated with change readi¬ 
ness, personal, and organizational valence. Chih et al. 
(2012) investigated whether or not employees’ job satis¬ 
faction and organizational commitment affect attitudes 
toward organizational change and further influence 
organizational citizenship behavior. The results showed 
that organizational commitment had the highest direct 
effect on attitudes toward organizational change. Nafei 
(2014) in his study, which was conducted at King Faisal 
Hospital in Al-Taif Governorate (KSA), investigated 
the relationship between organizational commitment 
and attitudes toward organizational change. The results 
showed that organizational commitment is the most 
important determinant of attitudes toward organiza¬ 
tional change. It could be hypothesized that: 

H3: Various dimensions of organizational commit¬ 
ment have direct effects on various dimensions of atti¬ 
tudes toward organizational change. 

Method 

Sample and data collection 

The population of this study consists of all employees at 
the local government departments of the Emirate of 
RAK, UAE. The total number of employees at the 
departments investigated (12 departments) was 1028. 
A sample of 400 employees was drawn and 400 printed 
questionnaires were distributed with the assistance of 
Sheikh Saqr Program for Government Excellence 
(SSPGE) over a three-month period using drop-off 
and pick-up methods. Of the distributed question¬ 
naires, 380 were returned (95% response rate). Of the 
returned questionnaires, 352 were usable, the remain¬ 
ing were unusable because of missing data. The 
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Table 1. Participants demographics (n = 352). 


Characteristics 

Freq. 

% 

Characteristics 

Freq. 

% 

Gender 



Experience in present department 



Male 

191 

54 

Less than 5 years 

227 

64 

Female 

161 

46 

5 years and above 

Occupation level 

126 

36 

Nationality 



Top management 

16 

4 

Emirati 

255 

72 

Middle management 

98 

28 

Non-Emirati 

97 

28 

Supervisory management 

238 

68 

Education Level 



Department 



Less than University degree 

169 

48 

Land & Possession 

17 

5 

University degree 

176 

50 

Public Works 

23 

7 

Post graduate 

7 

2 

Economic Development 

15 

4 

Experience in Present Job 



Municipality 

47 

13 

Less than 5 years 

212 

60 

Customs & Ports 

143 

41 

5 years and above 

144 

40 

E-Government Authority 

5 

1 

Age 



Civil Aviation 

2 

0.5 

Less than 25 years 

144 

41 

Finance 

19 

5 

25-35 years 

173 

49 

Courts 

49 

14 

Above 35 years 

35 

10 

Human Resources 

16 

5 

Marital Status 



Chamber of Commerce & Industry 

2 

0.5 

Single 

205 

58 

Environment Protection Authority 

14 

4 

Married 

147 

42 





questionnaire was administered in both Arabic and 
English. Of the subjects, 54% are males, 72% are 
Emiratis, 50% hold a university degree, 60% have less 
than 5 years of experience in their present job, and 49% 
are aged between 25 and 35 years. Fifty-eight per cent 
are single, 64% have been working with their present 
department for less than 5 years. Sixty-eight per cent 
hold positions in the supervisory management, and 
41% from Customs and Ports department. 
Participants’ demographics are presented in Table 1. 

Measures 

Organizational commitment was measured using Meyer 
and Allen’s (1991) instrument. This instrument consists 
of 24 items. It has three subscales, namely affective, 
continuance, and normative. Each subscale has eight 
items. Examples of the items included in the affective 
subscale are: “I would be very happy to spend the rest 
of my career with this organization”, “I really feel as if 
this organization’s problems are my own”, “I feel emo¬ 
tionally attached to this organization”; examples of the 
items included in the continuance subscale are: “It 
would be very hard for me to leave my organization 
right now, even if I wanted to”, “Too much in my life 
would be disrupted if I decided I wanted to leave my 
organization now”, “I feel that I have too few options to 
consider leaving this organization”. Examples of the 
items included in the normative subscale are: “I think 
that people these days move from company to company 
too often”, “I was taught to believe in the value of 
remaining loyal to one organization”, “I think that 
wanting to be a company man or company woman is 
sensible”. A seven-point response scale was employed, 
ranging from 1 (strongly disagree) to 7 (strongly agree). 


Scores on the eight items of each subscale were aver¬ 
aged to yield a summary score reflecting that subscale. 
The internal consistency (Cronbach’s alpha) for affec¬ 
tive, continuance, and normative subscales are 0.94, 
0.91, and 0.88, respectively. 

Attitude toward organizational change was measured 
using Dunham et al.’s (1989) 18-item instrument. This 
instrument consists of three subscales, namely cognitive, 
affective, and behavioral tendency. Each subscale consists 
of six items. Examples of the items included in the cog¬ 
nitive subscale are: “I don’t like change”; “I usually resist 
new ideas”. Examples of the items included in the affective 
subscale are: “Change usually benefits the organization”, 
“Most of my co-workers benefit from change”. Examples 
of the items included in the behavioral tendency subscale 
are: “I look forward to changes at work”; “I am inclined to 
try new ideas”. A seven-point response scale was 
employed, ranging from 1 (strongly disagree) to 7 
(strongly agree). Scores on each subscale were averaged 
to yield a summary score reflecting that subscale. The 
internal consistency (Cronbach’s alpha) for cognitive, 
affective, and behavioral tendency subscales is 0.92, 0.89, 
and 0.95, respectively. 

Job satisfaction was measured using 24 items 
adopted from the Minnesota Satisfaction 
Questionnaire (MSQ) developed by Weiss, Davis, 
England, and Lofquit (1967). Six dimensions of job 
satisfaction, namely working conditions, pay, promo¬ 
tion, supervision, coworkers, and security, were mea¬ 
sured. Each subscale of the six subscales consists of four 
items. A 7-point response scale was employed, ranging 
from 1 (strongly dissatisfied) to 7 (strongly satisfied). 
Scores on the four items of each subscale were averaged 
to yield a summary score reflecting that subscale. The 
internal consistency (Cronbach’s alpha) for working 
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conditions, pay, promotion, supervision, coworkers, 
and security subscales is 0.89, 0.92, 0.94, 0.95, 0.95, 
and 0.94, respectively. 

Data analysis 

Descriptive statistical analysis, which includes frequen¬ 
cies and percentages, was used to identify participants’ 
demographics. Means and standard deviations for job 
satisfaction, organizational commitment, and attitude 
toward organizational change and their dimensions 
were computed. Cronbach’s alpha analysis was 
employed to evaluate internal consistency. 
Confirmatory factor analysis was performed to confirm 
the heterogeneity of organizational commitment, job 
satisfaction, and attitudes toward organizational change 
scales (see Appendix 1). Path analysis, using AMOS 
software V.21, was employed to test the direct and 
indirect (via various dimensions of organizational com¬ 
mitment) effects of different facets of job satisfaction on 
various dimensions of attitudes toward organizational 
change. Figure 1 exhibits the conceptual framework of 
the study. 

Findings and discussion 

As shown in Table 2, the means of satisfaction with 
work conditions and with security are slightly above 
scale midpoint, 4; however, the means of satisfaction 
with pay and with promotion are well below scale 
midpoint, 4. On the other hand, the means of 



Figure 1. The conceptual framework. 

Satisfaction with Working Conditions (SWC), Satisfaction with Pay 
(SPA), Satisfaction with Promotion (SPR), Satisfaction with 
Supervision (SSU), Satisfaction with Coworkers (SC), Satisfaction 
with Security (SS), Affective Commitment (AC), Continuous 
Commitment (CC), Normative Commitment (NC), Cognitive 
Attitude (CAT), Affective Attitude (AAT), Behavioral Attitude (BAT). 


Table 2. Means, standard deviations, and Cronbach's alpha of 
the variables of interest. 


Variables 

No of 
items 

Mean 

SD 

a 

Satisfaction with work conditions 

4 

4.29 

1.70 

.89 

Satisfaction with pay 

4 

3.67 

1.79 

.92 

Satisfaction with promotion 

4 

3.28 

1.83 

.94 

Satisfaction with supervision 

4 

5.21 

1.62 

.95 

Satisfaction with coworkers 

4 

5.45 

1.47 

.95 

Satisfaction with security 

4 

4.20 

1.85 

.94 

Overall job satisfaction 

24 

4.35 

1.33 

- 

Affective commitment 

8 

4.58 

1.58 

.94 

Continuous commitment 

8 

4.55 

1.40 

.91 

Normative commitment 

8 

4.23 

1.36 

.88 

Overall organizational commitment 

24 

4.45 

1.26 

- 

Cognitive attitude 

6 

3.16 

1.45 

.92 

Affective attitude 

6 

5.12 

1.29 

.89 

Behavioral attitude 

6 

5.40 

1.26 

.95 

Overall attitudes toward organizational 
change 

18 

4.54 

0.97 



satisfaction with coworkers and with supervision are 
well above scale midpoint, 4. These results can be 
interpreted as meaning that employees in the investi¬ 
gated departments are highly satisfied with supervision 
and coworkers, whereas they are moderately satisfied 
with working conditions and job security but they have 
low satisfaction with pay and promotion facets of the 
job. These results are, somewhat, consistent with those 
of Yousef (2000a), who reported that employees in a 
sample of UAE organizations were highly satisfied with 
working conditions, supervision, and coworkers’ facets 
of the job, while their satisfaction with pay, promotion, 
and security was low. The results that employees in the 
investigated departments are highly satisfied with 
supervision and coworkers’ facets of the job and mod¬ 
erately satisfied with work conditions and security 
facets of the job are positive attitudes. A number of 
advantages could be achieved as a result of such high 
and moderate satisfaction with those facets of the job. 
The advantages include better job performance, high 
organizational commitment, low absenteeism rate, and 
low intention to quit and turnover. On the other hand, 
low satisfaction with pay and promotion should not be 
neglected as such low satisfaction with those facets of 
the job is expected to result in several shortcomings 
such as low job performance, low organizational com¬ 
mitment, high absenteeism rate, and high intension to 
quit and turnover. 

Results also showed that the means of affective 
and continuance commitments are well above the 
scale midpoint, 4; however, the mean of normative 
commitment is slightly above scale midpoint. These 
results can be interpreted as meaning that employees 
in the investigated departments are remaining with 
their current departments either because they want 
to do so (affective commitment) or because they 
have to do so (continuance commitment) but not 
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because they feel they ought to do so (normative 
commitment). These results might also suggest that 
employees in the investigated departments have a 
great sense of identification with, involvement in, 
and emotional attachment to the organization. The 
results of the present study are similar to those of 
Yousef (2000a), who found that the mean of affec¬ 
tive commitment is well above the scale midpoint, 4; 
moreover, the means of continuous and normative 
commitments are slightly above midpoint scale. 

The mean of cognitive dimension of attitudes 
toward organizational change is well below scale 
midpoint, 4; however, the means of affective and 
behavioral dimensions of attitudes toward organiza¬ 
tional change are well above scale midpoint. These 
results indicate that employees in the investigated 
departments are, somewhat, supportive to change. 
However, there is a need to improve employees’ 
understanding of advantages and disadvantages, use¬ 
fulness and necessity, and about the knowledge 
required to handle the change. The results of the 
present study regarding the means of various dimen¬ 
sions of attitudes toward organizational change are, 
to a great extent, in line with those of Yousef 
(2000a), who found that the means of cognitive, 
affective, and behavioral tendency dimensions of atti¬ 
tudes toward organizational change are well above 
scale midpoint,4. 

The results shown in Table 3 and displayed in 
Figure 2 demonstrated that satisfaction with pay, pro¬ 
motion, coworkers, and security directly and positively 
influence affective commitment. These results can be 
interpreted to mean that the more employees are satis¬ 
fied with pay, promotion, coworkers, and security 
facets of the job, the more they will have sense of 
identification with, involvement in, and emotional 
attachment to their departments. Results also showed 
that satisfaction with pay, promotion, and coworkers 
directly and positively influences continuous commit¬ 
ment. These results indicate that the more employees 
are satisfied with pay, promotion, and coworkers’ facets 
of the job, the more they will be willing to continue 
with their current departments, especially when there 
are fewer alternatives available outside their current 
department or when the cost of leaving their current 
departments is high. On the other hand, satisfaction 
with pay and promotion directly and positively influ¬ 
ences normative commitment. Pay and promotion are 
considered by most employees as the most important 
facets of the job. Therefore, satisfaction with those 
facets of the job usually motivates employees to con¬ 
tinue with their current department. These results, to a 
large extent, support HI, which states that various 


Table 3 Results for research model. 


Path from 

To 

Standardized path coefficient 

SPA 

AC 

0.20* 


CC 

0.32* 


NC 

0.44* 


CAT 

0.03 


AAT 

0.03 


BAT 

0.00 

SPR 

AC 

0.24* 


CC 

0.17* 


NC 

0.27* 


CAT 

0.10 


AAT 

-0.12 


BAT 

-0.16 

SC 

AC 

0.24* 


NC 

0.09 


CC 

0.17* 


CAT 

-0.02 


AAT 

0.28* 


BAT 

0.28* 

SS 

AC 

0.21* 


CC 

0.04 


NC 

0.09 


CAT 

0.012 


AAT 

0.018 


BAT 

0.054 

AC 

CAT 

0.37* 


AAT 

0.30* 


BAT 

0.31* 

CC 

CAT 

0.18* 


AAT 

0.03 


BAT 

0.01 

NC 

CAT 

0.55* 


AAT 

0.03 


BAT 

0.02 

Goodness of fit indices 



GFI 


0.87 

AGFI 


0.92 

CFI 


0.93 

RMSEA 


0.064 

Chi-square/DF (1727) 


2.42 

Chi-square 


4184.597(P = 0.000) 

*p < 0.01 



Figure 2. Solution model. 
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facets of job satisfaction directly and positively influ¬ 
ence different dimensions of organizational commit¬ 
ment. The results of the present study pertaining to 
the relationships between job satisfaction and organiza¬ 
tional commitment are in line with a number of pre¬ 
vious studies (e.g., Aydogdu & Asikgil, 2011; Chih 
et al„ 2012; Gunlu et al„ 2010; Kaplan et al„ 2012; 
Top & Gider, 2013; Yousef, 2000a, 2001). 

The path analysis results pointed out that only satis¬ 
faction with coworkers has direct effects on both affec¬ 
tive and behavioral tendency dimensions attitudes 
toward organizational change, whereas the remaining 
facets of job satisfaction have no direct effects on the 
three dimensions of attitudes toward organizational 
change. Moreover, affective commitment mediates the 
influences of satisfaction with pay, promotion, cowor¬ 
kers, and security on the three dimensions of attitudes 
toward organizational change. These results mean that 
those who are satisfied with pay, promotion, coworkers, 
and security facets of the job will be more willing to 
remain with their current departments and in turn will 
be more receptive to change. On the other hand, con¬ 
tinuous commitment mediates the influences of satis¬ 
faction with pay, promotion, and coworkers on 
cognitive dimension of attitudes toward organizational 
change. Additionally, normative commitment mediates 
the influences of satisfaction with pay and promotion 
on cognitive dimension of attitudes toward organiza¬ 
tional change. These results can be interpreted to mean 
that those who are satisfied with pay, promotion, and 
coworkers’ facets of the job will remain with their 
current departments either because they have to do so 
as a result of having fewer alternatives available outside 
their current departments or ought to do so because of 
a sense of obligation to their departments, and in turn 
will be more supportive to change. On the other hand, 
satisfaction with coworkers directly influences affective 
and behavioral tendency dimensions of attitudes 
toward organizational change. If employees are satisfied 
with coworkers’ facet of the job, they will have a greater 
sense of being linked to and satisfied with the change, 
and less anxious about change. Moreover, they will take 
actions to support change. These results, to a great 
extent, support H2, which states that satisfaction with 
various facets of the job have direct and indirect (via 
different dimensions of organizational commitment) 
effects on various dimensions of attitudes toward orga¬ 
nizational change. 

Results of path analysis further disclosed that affec¬ 
tive commitment directly and positively influences 
the three dimensions of attitudes toward organiza¬ 
tional change. These results mean that the more the 
employees have the sense of identification with, 


involvement in, and emotional attachment to their 
departments, the more they will be receptive to 
change. The results also showed that continuous and 
normative commitments directly and positively influ¬ 
ence cognitive dimension of attitudes toward organi¬ 
zational change. These results can be interpreted to 
mean that those who are remaining with their current 
departments either because they have to do so or 
because they ought to do so will have positive opi¬ 
nion about the advantages and disadvantages, the 
usefulness and the necessity, and about the knowledge 
required to handle the change. The findings of the 
present study conform to those of previous research 
(e.g., Chih et al., 2012; Iverson, 1996; Kamudin, 2006; 
Nafei, 2014; Yousef, 2000b). These results partially 
support H3, which states that various dimensions of 
organizational commitment have direct effects on 
various dimensions of attitudes toward organizational 
change. 

Conclusion 

The present study is concerned with investigating the 
direct and indirect relationships among job satisfaction, 
organizational commitment, and attitudes toward orga¬ 
nizational change and their dimensions in the local 
government context in a non-Western multicultural 
setting. The study concluded that certain facets of job 
satisfaction have direct and indirect (via different 
dimensions of organizational commitment) effects on 
various dimensions of attitudes toward organizational 
change. Furthermore, various dimensions of organiza¬ 
tional commitment have direct effects on different 
dimensions of attitudes toward organizational change. 
Organizational commitment plays a mediating role 
between various facets of job satisfaction and different 
dimensions of attitudes toward organizational change. 

This study has a number of implications for aca¬ 
demics and practitioners alike. As for academics, this 
study will enhance their understanding of the relation¬ 
ships among various dimensions of those constructs in 
a non-Western multicultural work setting. 
Furthermore, they will be aware that Western manage¬ 
ment theories are valid in non-Western settings. This 
study will also serve a base for more analytical and 
comprehensive future studies. 

As for practitioners (human resource managers for 
example), understanding the relationships among the 
three constructs will help them make better decisions 
pertaining to improving satisfaction with the facets of 
the job that have low satisfaction, strengthen employ¬ 
ees’ organizational commitment, and stimulating 
employees’ acceptance of organizational change. The 
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findings that certain facets of job satisfaction have 
indirect (via various dimensions of organizational com¬ 
mitment) effects on different dimensions of attitudes 
toward organizational change imply that gaining 
employees’ acceptance of and support to change 
requires that attention to be paid to enhancing employ¬ 
ees’ satisfaction with certain facets of the job and in 
turn improving their levels of commitment to their 
departments. Improving job satisfaction through, for 
example, designing effective and efficient incentive pro¬ 
grams and job description will result in enhancing 
employees’ commitment to their current departments 
and consequently they will be more respective and 
supportive to change. 

The present study has a number of limitations. First, 
the sample of the present study is confined to local 
government departments employees, who are mainly 
nationals and, therefore, it excluded nongovernment 
departments’ employees (private sector employees) 
who are mainly nonnationals and who might have 
different opinions than nationals. This in turn might 
limit the generalizability of the findings and conclu¬ 
sions of this study. Another limitation is that the find¬ 
ings of this study should be interpreted with caution 
due to possible nonresponse bias. The potential pro¬ 
blem with respect to nonresponse is the possibility that 
nonrespondents will differ from respondents with 
respect to the variables in question, in which case the 
survey estimates will be biased. Third, the current study 
is of the snapshot type, which might not capture the 
dynamic nature of employees’ job satisfaction, organi¬ 
zational commitment, and attitudes toward organiza¬ 
tional change. 

Several lines of further studies are suggested. First, it 
would be worthwhile investigating the relationships 
among those constructs using a sample of nongovern¬ 
ment departments’ employees (private sector employ¬ 
ees) and compare the results of such study with those of 
the present study. Second, it would be valuable to 
investigate the role of certain demographic variables 
(e.g., age, gender, nationality, education level, etc.) in 
the relationships among the three constructs. Third, a 
longitudinal study that captures the dynamic nature of 
employees’ job satisfaction, organizational commit¬ 
ment, and attitudes toward organizational change 
would be of interest. Fourth, replication of this study 
in other emirates in the UAE to confirm or refute its 
findings would be of interest. 
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Appendix 


Factor analysis 


Item 

Factor 1 

Factor 2 

Factor 3 

1 

0.768 



2 

0.775 



3 

0.775 



4 

0.793 



5 

0.862 



6 

0.874 



7 

0.902 



8 

0.871 



9 


0.575 


10 


0.749 


11 


0.842 


12 


0.861 


13 


0.719 


14 


0.695 


15 


0.537 


16 


0.757 


17 



0.539 

18 



0.663 

19 



0.661 

20 



0.712 

21 



0.784 

22 



0.815 

23 



0.737 

24 



0.800 
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Attitudes toward Organizational Change Scale 


Item 

Factor 1 

Factor 2 

Factor 3 

1 

0.595 



2 

0.655 



3 

0.876 



4 

0.909 



5 

0.791 



6 

0.652 



7 


0.735 


8 


0.784 


9 


0.823 


10 


0.821 


11 


0.617 


12 


0.784 


13 



0.866 

14 



0.837 

15 



0.862 

16 



0.791 

17 



0.865 

18 



0.796 


Job Satisfaction Scale 


Item 

Factor 1 

Factor 2 

Factor 3 

Factor 4 

Factor 5 

Factor 6 

1 

0.576 






2 

0.662 






3 

0.726 






4 

0.873 






5 


0.923 





6 


0.756 





7 


0.824 





8 


0.895 





9 



0.898 




10 



0.849 




11 



0.945 




12 



0.925 




13 




0.876 



14 




0.928 



15 




0.918 



16 




0.873 



17 





0.778 


18 





0.934 


19 





0.961 


20 





0.901 


21 






0.811 

22 






0.918 

23 






0.944 

24 






0.892 








